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CHAPTER SEVEN 
 
CONCLUSION 
 
 
7.1. Introduction  
 
The key aim of the current study was to analyse mentors’ psychological needs within a 
corporate environment. Significance on the importance of mentoring relationships as well 
as the roles of mentors and mentees have been examined by a vast number of researchers 
in the past. However, limited research has been conducted on focusing specifically on the 
psychological needs of mentors. Moreover, within the South African context, the focus 
on mentors’ psychological needs appear not to have been investigated in-depth. This 
study proposed to identify these needs and aimed to make recommendations for the 
enhancement of current mentoring relationships.  
 
Studies that investigate aspects of mentors contribute to the ideology that learning and 
growth takes place in all aspects of being a mentor. Previous research about the 
experiences of mentors has focused more on the dynamics of the mentoring relationship 
and aspects regarding the definitions mentorship, myths of mentoring, roles of the 
stakeholders, amongst others. However, little investigation has been conducted 
particularly on the psychological needs of mentors. Given that psychological needs are 
defined as holistic in terms of human functioning, the current study reiterates the 
importance of concentrating on mentors as they are an essential tool to the facilitation of 
growth and development of individuals.  
 
In this study, a descriptive qualitative analysis of mentors’ psychological needs within a 
corporate environment indicated that there are needs that were identified for further 
growth and development as a mentor. The findings of this research seem to support the 
literature on mentors own growth and development being nurtured through the 
participation of the mentoring relationship (Assor and Oplatka, 2003; Zachary, 2000; 
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Kayes, 2002 and Kolb et al., 1999). It must be noted that although the findings cannot be 
generalised to the larger population, the study sample was believed to be adequate within 
the target group of the context the mentors are employed. The following section will 
discuss the limitations and the necessary recommendations will be made for future 
research.  
 
7.2. Recommendations 
 
The aim of the study was to identify mentors’ psychological needs within a corporate 
environment in the hope that programmes can be implemented in future to help 
participants gain an understanding of mentoring so that they, their mentees and their 
organisations may benefit from it. Thus, the main themes extrapolated from the data as 
categorised by the four dimensions of Covey (1989), indicated the following: 
 
Mental Needs 
Mentors identified continuous and experiential learning as a method for continual mental 
growth. As Zachary (2000) stipulates, life experience is a primary learning resource and 
the life experiences of others enrich the learning process.  
 
Social-Emotional Needs 
Mentors stated the necessity of having a supportive social network of significant others to 
maintain a state of well-being. Setting appropriate boundaries within the mentoring 
relationship as well as learning the skill to confront effectively were the emotional needs 
the participating mentors identified as areas to be improved on. Zachary (2000) believes 
that to overcome this challenge, an open discussion regarding the boundaries of the 
mentoring relationship enables both parties to keep the focus on learning, managing 
expectations, and ensuring mutual accountability throughout the relationship.  
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Physical Needs 
All the mentors revealed an awareness of the manner in which they individually 
attempted to stay healthy, however, according to Covey’s (1989) definition of the 
physical dimension of human functioning, the mentors seemed to neglect the importance 
of good eating habits. 
 
Spiritual Needs 
On the spiritual dimension, the mentors’ most significant lessons learnt during the 
mentoring experience was obtaining a deeper understanding of others. This finding 
relates to what Goleman (1998) termed as an aspect of being emotionally intelligent and 
what Ryff (1989) described as having good relations with others. Potential future mentors 
therefore appear to be employees that have a need for personal growth and understanding 
others. 
 
In summary, the participating mentors showed an investment in learning and helping 
others develop and grow. It appears that much investment in the development and growth 
of entry-level employees has been done in the organisational environments, with the 
recent legislation in South Africa on providing learnership programmes for entry-level 
individuals. The study conducted identified a need for mentors in higher ranking or more 
established positions to be devoted to continuous learning programmes so as to facilitate 
their own as well as the mentees’ development. 
 
It is recommended that a programme be implemented which balances practical skills with 
theoretical concepts to mentoring. It is also proposed that the type of mentor learning 
depends on the personal objectives set by the mentor as well as the objectives set between 
the mentor and mentee which are in alignment with the organisational goals. According 
to Garvey and Alred (2000), if the mentor programme is to develop mentors to support 
their mentees, the approach is often a process focused workshop style. If it is to educate 
people about mentoring, the approach is most commonly content or academic based. 
There is considerable agreement as to the main issues covered in educating mentors as 
also indicated in the findings of the study. For example, issues relating to who should be 
a mentor; what the boundaries are in the mentoring relationship; the key skills of 
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mentoring; the difference between coaching, counselling as well as appraisal and 
mentoring. Therefore as mentioned by Garvey and Alred (2000), educating or developing 
mentors is complex and involves skills, conceptual, process and self-development 
approaches. Formal mentoring programmes are thus recommended as they are subject to 
outcome measurement and target setting. Five practical challenges relating to the current 
study as cited by Ehrich et al. (2001), confronting human resource managers are 
discussed as they attempt to implement effective mentoring programmes. Firstly, the 
challenge is to ensure that the mentoring programme is fully supported by top managers 
in the organisation. Strong support from senior management would enable the 
programme to be visible and to operate within a supportive organisational culture. 
Secondly, the challenge is to ensure that the aims, roles, rules and expectations be 
communicated to relevant personnel such as mentors, mentees and senior management as 
well as others involved in the programme. Thirdly, a challenge is to provide suitable 
training of mentors. It cannot be assumed that mentors will automatically have the skills 
and knowledge required to perform the mentoring functions. Fourthly, an important 
challenge is the selection of participants and possible matching of mentors and mentees. 
Tovey in Ehrich et al. (2001) suggests that mentors and mentees should choose each 
other. Finally, and tied to goals of the programme, the challenge for human resource 
managers is to establish monitoring and evaluating mechanisms in the programme. The 
successful implementation and management of mentoring programmes requires a mixture 
of many important components. Human resource managers should view mentoring as an 
important learning tool. (A suggested programme has been included in Appendix 2). The 
following section is a reflection of the research process of the current researcher that 
parallels much of the mentoring process studied.  
 
7.3. Limitations of the Study and Areas for further research 
 
The current study has been exploratory in nature, thus the findings must be treated with 
caution as the study is limited by the small sample of research participants. A more 
comprehensive study is needed to compare differences for example across age, gender 
and ethnic culture.  
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There are limitations to the study that need to be taken into account, and these would 
include for example the extent to which organisational culture impacts on career progress 
as an outcome of mentorship programmes; the mutually inclusive nature of the mentoring 
relationship focusing on both the mentor and the mentee and the access to a limited 
sample of mentors in South Africa which may influence the generalisability of the study. 
The nature of the study presents several limitations to the understanding of mentors’ 
psychological needs within an organisational setting. The small mentor sample 
participating in the study constituted a minuscule portion of the total mentor population.  
Further research could include the perceptions of mentors, mentees and significant others 
given that mentoring involves a relationship. The semi-structured predetermined time of a 
1 hour interview could possibly have limited the responses of the participants. It is also 
difficult to differentiate their role as a mentor or their role as a manager that they are 
engaged in. A needs assessment tool would provide a more reliable and valid 
investigation into the psychological needs of the participants, and combining the 
qualitative as well as the quantitative data through the triangulation method (Patton, 
2002; Neuman, 2000) would substantially reduce this dilemma.  
 
A survey of mentors’ psychological needs could be constructed based on the results of 
this exploratory study. The use of a survey would yield a more generalisable result across 
various organisations. Resource constraints did not allow this approach in this particular 
study.  
 
7.4. Conclusion 
 
In conclusion, mentoring can provide excellent support and development opportunities 
for mentors and mentees alike. The benefits of mentoring are well-articulated, thus a 
possible point of departure for the enhancement of mentoring programmes is the 
development of mentors’ mental, socio-emotional, physical and spiritual levels of 
functioning in order to assist in others’ growth and development. 
 
 
 
